In this paper, we examined how companies are using ethical leadership CSR to interact with their employees about corporate social responsibility (CSR) related matters. A structured questionnaire was designed to elicit employees responses. Data were collected from the 200 respondents but only 154 were found usable for the data analysis. The responses were analysed using the PLS-SEM statistical technique using Smart-PLS software towards testing the proposed model. The research findings found that employee's understanding of the company's CSR to be the most significant predictor of employee CSR engagement accompanied by using ethical leadership with the moderating impact of Person-Organisation Fit. It is evident that social exchange values may affect employees towards Corporate Social Responsibility (CSR) engagement. Contribution to ethical leadership and CSR engagement are discussed.
Introduction
In the era of digital industrial revolution, corporate social responsibility (CSR) programme has become more significant for employees' engagement (Carroll & Shabana, 2010 ; Rupp et al., 2018; McLennan & Banks, 2019) . Past study has shown that the organisation expects the stakeholder to behave ethically (Schlegelmilch, 1997; Coghlan, 2019 ) and organisations should concern on the social issues (Shaw & Shiu, 2003) . The organisation is increasingly putting emphasis on CSR activity as part of their business activity. In addition, a firm needs to leverage digital communication tools to interact with stakeholders and find a better way to engage with them (Illia, Romenti, Canovas, Murtarelli & Carroll, 2017) to catch up with fast changes of the digital industrial revolution. By knowing the importance of the CSR activities and its contribution, the firm has started to encourage and ensure the driving of the CSR initiative towards this new era. Based on Figure 1 , it FGIC2019 was noted that many countries had made the report on corporate social responsibility as mandatory disclosure to the public (Carrot & Stick Report, 2016). In Malaysia, in order to promote CSR activities in both public as well as private companies, Malaysian Institute of Integrity (IIM) was established under the National Integrity Plan (IIM, 2010). The aim of this institute is to promote ethical principles, good values, and integrity. Also, the CSR has given extensive attention following the announcement by the Prime Minister of Malaysia on 2008 that all the public listed companies (PLCs) are required to reveal the evidence of the company's CSR activities (Yusof, 2016) .
Organisations realise that focusing on CSR as part of their core business strategy creates a valuable strategic asset for the firm by creating a competitive advantage.
Past studies have shown that organisations that are socially responsible will enable the organisation to enjoy benefits such as customer satisfaction and better customer evaluations (Luo & Bhattacharya, 2006; Sen & Bhattacharya, 2001; Brown & Treviño, 2006;  Ridley-Duff & Bull, 2019). Furthermore, CSR activities are also linked to better financial performance, good reputation, talent attraction, and high rate of job satisfaction (Liu et al., 2013; McWilliams & Siegel, 2001) . Thus, social responsibility has gain prominence to be as one of the key performance indices of a company (Idowu & Papasolomou, FGIC2019 of sustainability reporting is increasing, particularly in the Asia Pacific region (Carrot & Stick Report, 2016). As highlighted earlier on the importance of CSR, organisations strive to implement and drive the CSR activities to reap the greatest benefit from it. However, the primary factor that is able to drive CSR's success is still vague. An employee is a primary stakeholder that directly contributes to the success of an organisation (Freeman, 1984; Alt, 2015) . Besides that, employees also viewed as one of the important stakeholders that act as a significant component in CSR programmes (Chandler & Werther, 2011) . Many has recognised the importance of employee engagement in CSR (Rupp et al., 2013; Aguilera et al., 2007; Rupp et al., 2018) . However, Aguinis and Glavas (2012) commented that employee engagement in CSR should not be neglected as they are the one ensures the success of CSR activities. To fill this research gap, this study will examine the effect of ethical leadership and employee's perception on the company's CSR. Personorganisation fit will be introduced as a moderator to measure the employee's CSR engagement.
Literature Review and Hypotheses Development
The increasing relevance and ethical leadership with the employee for CSR engagement are linked to the "person-organisation fit" and its perception. In a digital environment, argue that leaders are role models whose actions will be followed by subordinates.
Collier and Esteban (2007) have put emphasis on the leaders and the connection between the organisation, leader personal values and employee engagement with CSR by embedding the leader's principles and practice in the culture of the organisation.
Based on the previous research, this research suggests the following hypothesis:
Hypothesis 1: Ethical leadership positively influences employee CSR engagement
Employee's perception of the company's CSR is the degree to which employees perceive their employing company supports the activities related to a social cause (Lee et al., 2013) . Peterson (2004) argues that there is a positive relationship between employee perceptions on the company's CSR and their engagement level. Employee engagement in CSR initiatives usually occurs in corporate volunteer programs, where employees offer their time and skills in providing service to the community (Peterson, 2004) . Employee CSR perception regarding their organisation may influence their attitude and performance of the organisation. As a result, employee good perception on the CSR can help in multiplies the positive effect of CSR and contribute to its successful implementation (Athanasopoulou, 2012) . In the past study, the researcher found that there is a positive relationship between perception of CSR and employee commitment (Peterson, 2004) . Vinerean (2013) suggested that the company should improve its employee's CSR perception in order to trigger greater employee CSR engagement in the workplace. As a result, this research proposes below hypothesis: The employees are preferable to attach to an organisation which their moral and ethical value is consistent with the employers (Folger et al., 2013 ). An organisation which acts in a socially desirable way not only gives employees a sense of the organisation's concern, treating people fairly, but also it creates an opportunity to employee and management to work toward good deeds (Aguilera, 2007) . The past research shows that employees' perception of a company's CSR impact employee's willingness to participate in social initiatives (Aguilera, 2007) . The employee seeks fit between their value and the CSR initiative they participate in (Rupp, Ganapathi, Aguilera, & Williams, 2006) . Individuals are different in how they value CSR, and these differences are likely to influence organisational outcomes (Aguilera, 2007) . So, this research suggests the following hypothesis: 
Methodology

Samples and data collection
To research on the problem statement, the unit of analysis of this study is an individual employee who is working in Kulim Hi-Tech Park (KHTP) and the Penang Industrial Zone (PFTZ). A quantitative research approach is applied to validate the theoretical framework and hypothesis that were proposed in this research. Data for this research will be from primary data, which is through questionnaires. The data was collected through emails and invited through a Google survey to the participating employees located in both locations. Non-probability sampling using snowballing sampling was applied in this study, where it is heavily used by many researchers in different fields (Randall & Gibson, 1990 ). Hatcher (1994) stated that the sample size should be five times larger than the number of variables available in a particular study. Also, as argued by Hair et al. (2014;  2017), the sample size for PLS-SEM should be ten times the largest numbers of the structural path which directed toward a latent construct in the model. Sekaran (2003) argues that sample sizes larger than 30 and less than 500 are appropriate for most research. As such, 200 samples were prepared for data collection. The questionnaire was divided into a few subtopics which included, section 1, which regards to the demographic background of the respondent. In Section 2, is a measurement of the ethical leadership, Section 3 is the measurement of employee's perception of the company's CSR, and Section 4 is regarded as the person-organisation fit. Meanwhile, The highest number of respondents, which is 90 (58.4%) of them, are working in an organisation with more than 1000 employees. FGIC2019 
Measurement model results
Convergent validity is an indication of the degree in which multiple measures of the construct are related or linked. In order to examine convergent validity, composite reliability (CR), and average variance extracted (AVE) is used (Hair et al., 2013) . Results exhibited in Table 3 demonstrated that the AVE square root showed in the diagonal are greater than other values in its rows and columns. In short, this means that this study's overall measurement showed good discriminant validity. As presented in table 4, all items indicated sufficient convergent validity and the discriminant validity as the loading items are greater than their crossloadings (Hair et al., 2017). and H3 were not supported. 
Discussions and Conclusion
This study found that employee's perception of company CSR and ethical leadership with the person-organisation fit was shown to have a positive influence on employee CSR engagement. On the other hand, ethical leadership and employee's perception of the company's CSR with person organisation fit was found to have less impact on employee CSR engagement.
Hypothesis 1: Ethical leadership can increase Employee CSR engagement
The t-value derived from the study was lesser than the minimum acceptable value However, this research showing that the employee is not interested in engaging in CSR, although there is ethical leadership in an organisation that shapes the ethical climate.
This might due to most of the respondents of this research is in the age range from 21-30 (54.5%), which consider young employee. They might not understand the ethical leadership as they do not have sufficient employment experience in the working field.
It was argued that they might not get influenced by the ethical leadership in the firm as what they more concern is on getting their daily routine work done. Aside from that, this study consisted of 65.6% participant is women, we believe there is a different viewpoint with ethical leadership between men and women, which resulted the hypothesis was rejected.
Hypothesis 2: Employee good perception of the company's CSR can increase
Employee CSR engagement
Based on the result collected, this hypothesis was supported as t-value 2.972 is greater than 1.645. It was concluded that employee's good perception toward the company's CSR able to increase employee CSR engagement. The result was aligned with previous studies by Peterson (2004) , who argues that there is a positive relationship between employee perceptions on the company's CSR and their engagement level.
Positive company external CSR image able to motivate employees to engage in CSR activity as an employee feels proud to tag along with CSR concerned company. This is also supported base on social identity theory, which argues that employee sees themselves as a part of the identity of the company which concerns on CSR practice.
Automatically, they feel they should engage in CSR practice as they are part of the company's component. Positive view on the company's CSR able to enhance employee's self-belongingness to the company, and they tend to be part of it by engaging in CSR activities. It was supported by a literature review that employee more positively identifies with companies in which they perceive the virtues and character strengths to be inherently good (Dutton et al., 2010; Story & Neves, 2015) , which lead them to engage in CSR activities. was proven that the existence of ethical leadership as a single factor not able to motivate employees to engage in CSR. The result was significantly different when an employee feels that their value and belief are fit with the employer and ethical leadership abilities to motivate them to engage in CSR activity. This result was aligned with the previous study from Collier and Esteban (2007) who argue the importance of leadership and the connection between organisational and personal values for employee engagement with CSR. To add on, based on the social exchange theory, it was argued that an employee is looking for an exchange for what the organisation has provided to them. It was argued that if employees feel they are fit to organisation value, they are likely to be actively supporting their corporation as mutual social exchange and engage in CSR initiative (Organ, 1990; Hur, 2018) . Ethical leadership as a single factor is not enough to motivate employee to engage in CSR, but when employees feel that they shared the same value and belief with their organisation, they tend to appreciate the ethical leadership. A creditability of a CSR initiatives depends on the congruity between a company's CSR effort and its core businesses (Isa, Chin & Liew, 2019) . As a consequence, employees will support the organisation by engaging themselves in CSR activities. , and employees whose self-concept is based on social responsibility tend to have positive attitudes toward the CSR practices of their employers (Morris, 1997) . In this research, it was arguable that employee CSR engagement is not impacted by the moderator factor of P-O fit. Although based on hypothesis 2, which conclude the employee CSR engagement is positively related to their perception of the company's CSR, but when the moderator factor added, the relationship is not significant. It is concluded that person-organisation fit not able to strengthen the relationship between the independent variable and dependent variable. Employee's value and belief congruence with the employer is not able to work as a moderator factor in this study. The reason being is that the employee will engage in CSR activity as long as they perceive DOI 10.18502/kss.v3i22.5081 Page 678 FGIC2019 their employer has good CSR image no matter the person organisation fit takes place.
Employees tend to feel proud of the good CSR image of their company base on social identity theory and will engage in CSR practice. To add on, person organisation fit is not able to increase their CSR engagement level as the moderator is not a strong motivating factor in this case. Good perception of the company's CSR has already a strong motivation for employee CSR engagement. In conclusion, from the organisation perspectives, the company can increase the success rate of the CSR programmes that they implemented by involving their employees.
Limitation and recommendations for future research
The employees' engagement can reduce the cost and eliminate the inefficiency of the CSR program that will be delivered. The limited amount of time and resources in the CSR programmes will be employed due to employees' commitment. Hence, a firm can build a positive image with the public by delivering successful CSR programmes. In the long term, the values, that is the core beliefs that they have will help a firm to differentiate its reputation and identity and that guide communication efforts (Isa & Reast, 2014) .
Moreover, in the competitive era of digital technology, a firm is also able to build a closer relationship between the employees. Technology may help them to integrate CSR communications more effective. Leveraging on technology on CSR programmes will make a significant difference as multiple stakeholders can enjoy the benefits derives from the CSR programmes.
